Abstract. The importance of studies on work-related values and attitudes is obvious as values are ascribed a central role in determining the
Preface
It is popular to maintain that values are the key subject in social sciences. However, various scientific paradigms define and explore human values differently. The science of management usually studies values in an organizational, human resource management (HRM) context trying to link values with business performance and the company's success factors such as job satisfaction, employees' performance and productivity, loyalty, a lower turnover, etc. We know that in principle values do have an impact on a company's success factors, but usually correlations are rather weak and vary from organization to organization. Researching the notion of values, we can rise to the notion of values' fit. Values' fit means that there is some kind of match, congruence among the values of the employee and the organization. It is generally believed that the values' list generated by different authors can vary in length, but the most important individual values clearly score the top places, and others are lagging behind. The organizational values are simply the projection of the group survival needs, and differ mostly in its purpose: not only guiding an individual, but also serving as the standards of conduct for a group of people. A strong fit between these kinds of values can be called a strong culture and the opposite a weak culture.
However, it is tricky to measure the fit. To grasp a link among the research variables is not an easy task. Some researchers will argue that the values may be measured only by qualitative methods rather than a quantitative analysis. In this research, we have used the quantitative research methods to evaluate the importance of values. There is a clear distinction between cultural organization values, defined as the core values of the organizational culture, and espoused values, the values that are implemented by managers and communicated to the employees in order to achieve organizational strategic goals. The difference between these types of organizational values is that cultural values are formed naturally depending on a lot of different factors and the sector in which the organization is operating, and the others are implemented by the management hoping for a positive change in employees' thinking.
The goal of this research was to disclose the values fit in the company and its implications for employees' performance and job satisfaction. The hypothetical model of the impact of individual and organizational values' fit on the employee's performance and job satisfaction is presented in Fig. 1 . The measurement of the job satisfaction of the employees and the perceived values' fit were acquired by the internet questionnairesurvey. For the job satisfaction, the adapted method of Paul Spector (JSS) was used. The evaluation of the performance was done independently by the institution. Data analysis was done by using quantitative statistical methods.
Theoretical background of the research

Performance
The performance could be defined as the ability of an employee to reach the measurable goals, and standards effectively and efficiently. The performance objective means that the agreed results should be fulfilled. The performance is often related to the pay and other benefits received by the employee, but in rear cases it can also be related to job satisfaction, while performance management is to be motivating, rewarding, and leading to ensure that the objectives of the company are met. The values are often associated with the performance. The manager's task is "converting espoused values into values in use: that the rhetoric becomes reality" (Armstrong, 2006) .
Indeed, for every manager, it is a challenge to link employees' performance with personal gains of the employees through the competitive company's ideology. A lot of companies are trying to increase the level of job satisfaction among their employees, hoping that this will increase their productivity (performance). According to Robbins (2007) , the relationship between job satisfaction and productivity shows a rather weak (+ 0.14) correlation. Therefore, we can see that productivity and job satisfaction are two different dimensions of the company success measurement and should be analyzed separately.
Job satisfaction
It is generally agreed that job satisfaction expresses the employees' attitude: job satisfaction shows how people feel about their jobs and different aspects of their jobs (Spector, 1997) . Job satisfaction is a general attitude that the employees have towards their job and is directly related to individual needs including challenging work, equitable rewards, and a supportive work environment and colleagues (Ostroff, 1992) . The attitude of the employees towards their job can be measured as high and low. If the employee is unsatisfied with his work, his attitude is negative. If the employee is satisfied with his work, his attitude is positive (Robbins, 2006) . Decreasing dissatisfaction will increase the job satisfaction (Crow, 1995). Herzberg's theory states that job satisfaction can be increased in the company by the use of motivators (Chmiel, 2005) . We think that individual and organizational values could provide a source of motivation and catalyse an increase in job satisfaction. The misfit between organizational and individual values of the employees can be a source of cognitive dissonance for the employee and is related to stress and a lower job satisfaction. Demographic characteristics also have an impact on job satisfaction of the employees: age (Jucevičienė, 1996) , educational background (Verhofstadt, 2007; Šunokaitė 2008) , the length of work (Oshagbemi, 2003) , gender (Van Praag, 2008) .
Job satisfaction is a psychological concept linked to employees' performance, lower turnover, loyalty, productivity and other factors of the organizational success. It is also related to demographic factors such as age, gender, and education of the employees. Job satisfaction is related to individual and organizational values (Diskienė, Goštautas, 2010) .
Values and their fit
M. Rokeach defined values as an enduring belief that a specific mode of conduct or endstate of existence is personally or socially preferable to an opposite or converse mode of conduct or end-state of existence. A value system is an enduring organization of beliefs concerning the preferable modes of conduct or end-states of existence along a continuum of relative importance (Rokeach, 1973) . Values serve as the guiding principles of what people consider important in life (Cheng, 2010) . Espoused values are a small set of guiding principles generally introduced to the company's strategy to help to achieve organizational goals (Diskiene, Goštautas, 2010) . If individual values are socially shared cognitive representations of personal needs and the means for satisfying them, the institutional values are socially share cognitive representations of institutional goals and demands. Thus, institutional and individual values are really the opposite sides of the same coin (Rokeach, 1979) .
"Espoused values" are those that are expressed, either verbally or in writing, but are not consistently embodied or realized in action (Dolan, 2011) . Daly (2004) provided a clarification of the espoused values' definition: espoused values are the values that are expressed on behalf of the organization or attributed to an organization by its senior managers in public statements such as the firms' annual reports. Therefore, espoused values are different from what some have termed organizational values, i.e. the values that are shared by all or a large proportion of an organization's members. Espoused values can, in some cases at least, reflect differences in organizational practices and strategies. In many cases, they may reflect what senior managers actually believe their organizations to be like, what they would like or prefer their organizations to be like, or how they would like their organizations to be perceived by significant stakeholders, partners, and clients. Simply, espoused values are the values which top managers aspire to, or the values they simply project (Daly, 2004) .
There is a variety of methods and definitions for the values' fit, but generally people speak about some kind of compatibility between a person and an organization. Also, the misfit or the conflict between what is done in theory and what is observed in practice generates a confusion, the lack of commitment and the "psychological absenteeism" among employees (Dolan, 2006) . Values' fit is often related to HRM functions such as selection, adaptation (socialization), development and compensation of the employees and also to success factors of the organizations, such as employee's job satisfaction, performance, commitment to the organization, less turnover, etc. (Diskienė, Goštautas, 2012) . Kouzes (2003) discovered an association between individual and organizational values' clarification and the commitment of the employees. He has found that employees to whom individual and organizational values were more clear were more committed to the organization, and vice versa; the ones to whom individual and organizational values were less clear, were completely not interested in their work. Therefore, we see a parallel between values' clarification and values' fit, although the terms are not completely the same.
Values are strategic lessons learned and maintained (Dolan, 2011) . The different values also call for different strategies: the market cultures' strategic priorities are market dominance, big goals, competition, while clan cultures' top priorities are employee development and focus on commitment (Cameron, Quinn, 2004) . Gordon (1992) found that a specific type of value or belief has been claimed to have a particular effect. Contrasts in shared beliefs about the importance of people versus the importance of performance led companies to adopt different strategies. The espoused values, which are the artificial variables created to support the strategy of the organization, serve as the guiding principles and standards of conduct for a company's employees. By implementing espoused values in the organization, managers are trying to establish what Mintzberg calls the standardization of norms (Matheson, 2009 ) so that everybody in the organization would be performing their tasks according to the same set of beliefs. Of course, this process will not work if managers try to implement the values that mismatch with the ones that employees already have. Therefore, it is important to ensure that the values' fit would become part of strategic planning and a logical goal of every manager in charge.
The research of values' fit and its impact on the job satisfaction and performance of the employees
Purpose of the research
In this research, we focus on the fit of individual and organizational values supporting the notion that the same value definition could be used to evaluate its importance to the employees and to the organization. The correlations between them, and later the sum of these values, could be checked to see the relationship with the employees' performance evaluation and subjective job satisfaction. The relationship between performance and job satisfaction was also evaluated.
Research problems
To reveal how the perceived values' fit is linked with job satisfaction and performance of the employee. The challenge of the research on the values' fit is to choose appropriate statistical methods and clearly define the variables, and also the statistical instruments and methods that can influence our results. The clearly defined fit between the espoused values could lead to positive outcomes such as job satisfaction, which is an intrinsic factor included in the survey, and also the performance indicator, which was used for employees' performance evaluation.
Method
The employees surveyed were from a Lithuanian business company. For data gathering, the internet survey method was used. The survey was sent to employees of the company. The questionnaire was answered by 316 respondents. The valid answers to the questionnaire differed per questions. There was a different number of respondents for the different research areas, as the employees had not filled some parts of the questionnaire for their own reasons. While constructing a survey, the list of espoused values was taken from the company's website, and the adapted methodology of Paul Spector (JSS) measuring, overall job satisfaction built of nine different facets about how employees feel towards different aspects of their job was used. Performance evaluation variables were used, which were related to the sales and quality of employees' job functions. Statistical methods such as analysis of means and Pearson's correlation were used. Espoused values' fit measuring the relationship with job satisfaction and employees' performance was evaluated using the Pearson correlation statistical method.
Limitations
The internet survey proved to be an effective, quick and efficient way of gathering responses; however, there is no direct control of the procedure which is available when you conduct an onsite research with a pen and pencil. The possibility of error in gathering responses is not excluded. The fit between values could also be measured by combining the other variables.
Research results
From Table 1 one can see the espoused values; the extended definitions of these values are stated below:
• openness -we openly communicate and are open to new technologies and change; responsibility -relations with clients, co-workers and society are based on responsibility, and we keep our promises; • activity -we understand the business environment, and we create value for clients and our shareholders; • collaboration -relationships with clients and colleagues are based on respect and good will.
Organizational espoused values are implemented by management as part of their long-term strategy and posted on their website. However, rating these values by the employees according to their importance to the employees and to the company is one of the possible evaluations of the values' fit. The values are rated according to the mean difference among the research variables.
As one can see in Table 1 , the rating of the values according to the importance for the employees and for the organization differ. The most important hierarchy of espoused values for the employees is as follows: As we see, the correlation rating among these variables is the same as in the values' hierarchy by the importance for the organization. In conclusion, although the differences in values' rating are significant as compared by statistical methods, the differences are small and might not be of a big practical use for the company.
Another method to investigate the possible source of the fit is trying to combine the values' hierarchy with the possible positive outcomes for the company and the employees. Such variables could be measured by the job satisfaction and also by some performance indicators, called Performance 1 and Performance 2.
As one can see in Table 2 , the relationship between the espoused values perceived by the employees by the importance for the employee and the employer has no significant correlation. It rather demonstrates a tendency with a varying positive to negative relationship with performance evaluation, in contrast with the employees' job satisfaction which has a positive correlation with every organizational espoused value.
From Table 3 we can see how values fit scales correlated with job satisfaction facets. The nine different facets show how employees are satisfied with different aspects of their job. We can see that the majority of values' fit scales have a significant correlation with job satisfaction facets. The strongest correlation was found among all four scales (openness FIT, responsibility FIT, activity FIT, and collaboration FIT) and two job satisfaction scales (promotion and nature of work), whereas job satisfaction facets like contingent rewards and operating conditions showed a weaker correlation or even a negative tendency.
From Table 4 one can see the inter-correlations among nine facets of job satisfaction and the overall job satisfaction of the employees. The biggest benefit to the overall job satisfaction is contributed by supervision, co-workers, and communication scales, while the least contribution to overall job satisfaction is made by promotion and fringe benefits scales. Figure 2 shows nine facets of job satisfaction, which are summed up to the overall satisfaction with the variable correlation between job satisfaction, and other research variables are calculated. We can see that employees' opinion varies (measured by mean scores) depending on the scale (the employees are least satisfied with fringe benefits and promotion possibilities, and most satisfied with supervision and co-workers' scales). ** Correlation is significant at the 0.01 level (2-tailed). * Correlation is significant at the 0.05 level (2-tailed).
Source: compiled by authors. Source: compiled by authors.
From Table 3 one can see the espoused values FIT which are the sums of two variables: the value scored by the importance to the employees and the value scored by the importance to the employer. One can see that the employees who had a fit among the values were significantly more satisfied with their jobs. The Cronbach's alpha for all of the fit scales constructed was above 0.6.
FIG. 2. The nine facets of job satisfaction
Methodology: Spector, Paul (1997) , data of Lithuanian business company surveyed in 2013. The demographics of the respondents Source: compiled by authors.
The employees (N = 243) answered the demographic question about their age; the mean age of the respondents was 27.48 years. The average of the time employees (N = 236) stated had been working for the company was 3.31 years. The majority of respondents (N = 307) were female (74.9%), and males comprised 25.1%. The education of the employees distributed as follows: finished school -28.6%, college -21.6%. university bachelors -41.9%, university masters -7.9%. Table 7 shows the mean differences by gender in values' fit scales. Females had higher ranking of fit then male respondents. The differences were statistically significant. .003; N=241). All of the respondents whose espoused values' fit was higher were more satisfied with their job. Females whose values' fit was higher were more satisfied with their jobs. 
Conclusions
The relationship between performance and job satisfaction is contradictory in business scientific literature. No correlation between these two variables (performance and job satisfaction) was found in our research, but it is also possible that this is because it depends on the methodology. In this research, job satisfaction was measured by the opinion of the employees (subjectively), and performance was measured by the opinion of the employer (objectively).
The espoused values of employees had no correlation with employees' performance. Job satisfaction was positively correlated with all of the espoused values and fit scales: activity, collaboration, openness, and responsibility. The fit of espoused values showed significant differences related to job satisfaction. The greater was the perceived fit calculated as a sum between espoused values rated by the importance to the individual and importance to organization, the more satisfied employees were with their job (overall job satisfaction).
The values' fit scales correlate with job satisfaction facets. The nine different facets show how employees are satisfied with different aspects of their job. High correlations were found for all four scales -openness, responsibility, activity, and collaboration, and for two job satisfaction scales -promotion and the nature of work, whereas job satisfaction facets such as contingent rewards and operating conditions showed a lower correlation or even a negative tendency. The nature of values and values' fit means that they have a different impact on the job satisfaction facets. Additional research is needed to reveal the possible benefits of such relations for the company.
Correlations among the nine facets of job satisfaction and the overall job satisfaction of the employees. The biggest benefit to the overall job satisfaction is contributed by supervision, co-workers, and communication scales, while the least contribution to overall job satisfaction is done by promotion and fringe benefits scales. In conclusion, managers should pay attention to the impact every single scale has on the overall job satisfaction Managers of the companies should invest more in communicating the organizational values to the employees from the beginning of job relations; the opinion of the employees about the company values should be developed, and the awareness of it should be encouraged through training, coaching, and development initiatives.
From the demographical point of view, the gender of employees has an impact on values' fit. Female employees scored higher on values' fit than males. The difference was statistically significant. As the relationship between the gender of employees, described in scientific literature, is contradictory, our results show that gender has a significant impact on the employee's job satisfaction. The females whose values showed more fit were more satisfied with their jobs.
The employer should try to explore the values of the employees and to level them with the organization's values to attain the best possible match between person and organization. In a small company, this task can be easily done by managers, whereas in a large-scale organization these processes should be done by top management through leadership skills and by the HRM department by day-to-day operations.
